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K800286 
AGREEMENT MADE AND ENTERED INTO by and between the Board of Education of the 
City School District of the City of New York (hereinafter referred to as the "Board") and 
United Federation of Teachers, Local 2, American Federation of Teachers, AFL-CIO 
(hereinafter referred to as the "Union"). 
RECOGNITION 
The Board recognizes the Union as the exclusive bargaining representative of employees in 
the titles head nurse, staff nurse, registered nurse (BOE), head nurse (BOE), occupational 
therapist, senior occupational therapist, physical therapist, senior physical therapist, physical 
therapist (BOE), occupational therapist (BOE), senior occupational therapist (BOE), senior 
physical therapist (BOE), public health nurse, pediatric nurse associate, and in any 
successor title(s) the duties of which are similar to those performed by employees in the unit. 
The Board recognizes the Union as the exclusive bargaining representative of a separate 
bargaining unit of employees in the titles of supervisor of nurses, and supervising therapist 
and in any successor title(s) the duties of which are similar to those performed by employees 
in the unit. 
FAIR PRACTICES 
The Union agrees to maintain its eligibility to represent all employees by continuing to admit 
persons to membership without discrimination on the basis of race, creed, color, national 
origin, sex, marital status, sexual orientation, handicapping condition or age, and to 
represent equally all employees without regard to membership or participation in, or 
association with the activities of, any employee organization. 
The Board agrees to continue its policy of not discriminating against any employee on the 
basis of race, creed, color, national origin, sex, marital status, sexual orientation, 
handicapping condition, age or membership or participation in, or association with the 
activities of any employee organization. 
SALARIES 
Employees shall be subject to the following salary adjustments and minimums on the dates 
specified below: 
A. Base Salary Rate Adjustment 
B. Educational Differential 
C. Experience Differential 
1. An incumbent nurse or therapist who possesses the specified number of years of 
experience as a registered professional nurse or therapist in the title currently held (whether 
or not such experience is in the Board of Education or outside prior experience) shall receive 
the rate noted in paragraph 3 on the anniversary date of such service. 
2. Appointees to Board service who possess the specified number of years of prior 
experience as a registered professional nurse or therapist in the title to which the 
appointment is made shall receive the rate noted in paragraph 3. 
3. Experience Schedules: 
Staff Nurse 
Registered Nurse (BOE) 
Head Nurse 
Head Nurse (BOE) 
Public Health Nurse 
Public Health Nurse (BOE) 
Pediatric Nurse Associate 
Pediatric Nurse Associate (BOE) 
Supervisor of Nurses 
Supervisor of Nurses (BOE) 
Therapists 
Senior Therapists 
Supervisor of Therapists 
D. Longevity Differentials 
1. Therapists 
a. Therapists shall receive longevity differentials A and B based on their length of City and 
Board service as a therapist, as follows: 
Longevity Differentials 
Longevity payments shall be effective on the January 1st or July 1st subsequent to the 
employee's anniversary date. 
The longevity differential A is not pensionable until it has been received by the therapist for 
two years. 
The longevity differential B is pensionable immediately. 
b. Effective December 16, 2002, in addition to the longevity differentials A and B, therapists 
shall receive longevity differentials based on their length of City and Board service, payable 
on the employee's anniversary date, as follows: 
Years of Service Differential 
7 but less than 10 $1,000 
10 but less than 15 2,400 
15 but less than 20 5,460 
20 but less than 22 6,230 
22 years or more 7,000 
2. Nurses 
Nurses shall receive longevity differentials based on their length of City and Board service as 
follows: 
Longevity Differentials 
E. Advancement Increase 
An employee permanently employed by the employer who is appointed or promoted on a 
permanent, provisional or temporary basis in accordance with applicable rules and 
regulations of the employer, without a break in service, to any of the following title(s) from 
another in the direct line of promotion or from another title in the Career and Salary Plan, the 
minimum rate of which is exceeded by at least 8 percent by the minimum rate of the title to 
which appointed or promoted, shall receive upon the date of such appointment or promotion 
either the minimum basic salary for the title to which such appointment or promotion is made, 
or the salary received or receivable in the lower title plus the specified advancement 
increase, whichever is greater: 
Advancement Increase 
F. Tuition Reimbursement 
1. Reimbursement for tuition shall be granted upon satisfactory completion of courses or 
workshops, approved by the Chancellor or his designee in a sum not to exceed the following 
amounts per annum for each full-time nurse. 
Sept. 16, 2000 
$2,159 
Sept. 16, 2001 
$2,267 
Sept. 1, 2002 
$2,284 
2. Reimbursement for tuition shall be granted upon satisfactory completion of courses or 
workshops approved by the Chancellor or his designee in a sum not to exceed the following 
amounts per annum for each full-time therapist. 
Sept. 16, 2000 
$1,080 
Sept.16, 2001 
$1,134 
Sept. 1, 2002 
$1,142 
3. Regular part-time employees shall receive a pro-rated amount. 
G. Staff Development 
H. Regular Part-Time Employees 
The hourly pay rate for school-based regular part-time employees covered by the Agreement 
shall be the applicable annual salary divided by 1522.5. 
I. Pension Legislation 
1. The parties will jointly support legislation to allow active Tier II, III, and IV employees 
covered by this Agreement to purchase Tier I benefits at their expense through payroll 
deductions. Active employees enrolled in fractional plans will be allowed to enroll into the A 
plan on the same basis. 
2. Paragraph 1 above is subject to the parties agreeing upon the costs of these benefit 
improvements, including any additional health insurance benefit costs, all which will be borne 
entirely by the participating employees without any cost to the Board or the City. A pension 
labor-management committee will be established to agree upon the details of the proposed 
legislation and its attendant costs and shall include representatives of the City, the Board 
and the Union. 
J. Tax Deferred Annuity Plan 
The parties agree to jointly support legislation and to obtain any other necessary regulatory 
approval, to enroll newly-hired employees who do not enroll in a retirement or pension 
system maintained by the City of New York in the Board's 403(b) Annuity Plan at the time the 
employee is hired. It is further agreed that such employees will be provided with the option to 
withdraw from enrollment in the Board's 403(b) Annuity Plan. 
K. Pension Benefits Agreement and Deferred Compensation Plan 
1.The Pension Benefits Agreement dated June 6, 2000 is deemed to be a part of this 
Agreement. 
2. The Board and the City shall promptly make available to the employees covered by this 
Agreement an eligible deferred compensation plan under Section 457 of the Internal 
Revenue Code in accordance with all applicable laws, rules and regulations. 
HEALTH INSURANCE AND OTHER BENEFITS 
A. Choice of Health Plans 
The Board will continue to provide for each employee covered by this Agreement who 
regularly works twenty (20) hours or more a week a choice of health and hospital insurance 
coverage from among designated plans and the Board agrees to pay the full cost of such 
coverage. 
Employees who are laid off and who are covered by a health and hospital insurance plan at 
the time they are laid off shall continue to be so covered for ninety days from the day on 
which they are laid off, and the Board will pay the full cost of such coverage. 
The Board, the Union and the City of New York ("City") continue to discuss, on an ongoing 
basis, the citywide health benefits program covering employees represented by the Union 
and employees separated from service. Any program-wide changes to the existing basic 
health coverage will be expressly incorporated into and made a part of this Agreement. 
B. Supplemental Benefits 
The Board will provide funds at the rate of $1,320 effective December 16, 1999 and $1,520 
effective May 31, 2003 per year on a pro-rata basis per month on behalf of each employee 
covered by this Agreement, whether a member of the Union or not, for the purpose of 
making available for each such employee supplemental welfare benefits under a plan to be 
devised and established jointly by representatives of the Board and of the Union. 
Domestic partners of covered employees will be provided with welfare fund benefits in the 
same manner in which covered employees who are married receive such benefits for their 
spouses. 
The Board will continue to make payments for supplemental benefits at the rates per year set 
forth herein on a pro-rata basis per month for ninety days from the day of layoff on behalf of 
each employee who is laid off. 
The Union shall establish a supplemental welfare benefits fund program for employees 
represented by the Union who have separated from service subsequent to June 30, 1970 
who were eligible to receive supplemental welfare benefits and who were covered by a 
welfare fund at the time of such separation pursuant to a separate agreement between the 
Board of Education and the certified union representing such employees, who remain 
primary beneficiaries of the New York City Health Insurance Program and are entitled to 
benefits paid for by the City through such program. 
The Board of Education shall contribute the following annual amounts on a pro-rata monthly 
basis for each eligible individual for remittance to the Union to such supplemental benefits 
fund pursuant to the terms of a supplemental agreement reached by the parties: 
a. Eligible employees separated from service July 1, 1970 through September 8, 1982: 
Current $760 
Effective May 31, 2003 $960 
b. Eligible employees separated from service after September 8, 1982: 
Current $1,200 
Effective May 31, 2003 $1,400 
Employees who are separated from service and thereafter return to active service will be 
entitled to the same Welfare Fund benefits as other active employees. For the period of their 
active employment, such employees will not also receive retiree benefits. Accordingly, the 
Union Welfare Fund will receive only one contribution on behalf of each such employee, 
which shall be at the applicable contribution rate for active employees. 
The Health Benefits Agreement, dated January 11, 2001 is deemed to be part of this 
Agreement. The side letter agreement between the City Commissioner of Labor Relations 
James F. Hanley, and UFT President Randi Weingarten, dated February 8, 2001, is deemed 
to be part of this Agreement. Pursuant to those Agreements, the parties have agreed to a 
series of payments to the Welfare Fund. Such payments are delineated in Appendix A. 
Pursuant to the Municipal Labor Coalition Benefits Agreement, the Union Welfare Fund shall 
provide welfare fund benefits equal to the benefits provided on behalf of an active Welfare 
Fund-covered employee to widow(ers), domestic partners and/or children of any active 
Welfare Fund-covered employee who dies in the line of duty as that term is referenced in 
Section 12-126(b)(2) of the New York City Administrative Code. The cost of providing this 
benefit shall be funded by the Stabilization Fund. 
C. Healthcare Flexible Spending Account 
1. A flexible health care spending account shall be established pursuant to Section 125 of 
the Internal Revenue Code. Those employees covered by this Agreement shall be eligible to 
participate on the same basis as they are eligible to participate in the citywide health benefits 
program. Participating employees shall contribute at least $260 per year up to a maximum of 
$5,000 per year. The labor-management health committee which includes Union and City 
representatives may modify these contribution levels, based on experience of the plan. 
2. Expenses covered by the account shall include but not be limited to deductibles, co-
insurance, co-payments, excess expenses beyond plan limits, physical exams and health 
related transportation costs for vision, dental, medical and prescription drug plans where the 
employee and dependents are covered. In no case will any of the above expenses include 
those non-deductible expenses defined as non-deductible in IRS Publication 502. 
3. An administrative annual fee of $48.00 shall be charged for participation in the program. 
Pursuant to Section 125 of the Internal Revenue Code, an employee's participation in the 
account is irrevocable during any plan year and any excess funds in an employee's account 
at the close of any plan year is retained by the plan and not refundable to the employee. 
D. Dependent Care Assistance Program 
a. A dependent care assistance program shall be established pursuant to Section 125 of the 
Internal Revenue Code. Those employees covered by this Agreement shall be eligible to 
participate on the same basis as they are eligible to participate in the citywide health benefits 
program. Participating employees shall contribute at least $500 per year up to a maximum of 
$5,000 per year. The labor-management health committee which includes Union and City 
representatives may modify these contribution levels, based on experience of the plan. 
b. An annual administrative fee of $48.00 shall be charged for participation in the program. 
Pursuant to Section 125 of the Internal Revenue Code, an employee’s participation in the 
account is irrevocable during any plan year and any excess funds in an employee’s account 
at the close of any plan year is retained by the plan and not refundable to the employee. 
E. Transportation Benefits 
Employees are eligible to participate in the NYC TransitChek program. 
F. Performance Incentives Committee 
A committee co-chaired by the Chancellor, the President of the UFT and the New York City 
Commissioner of Labor Relations, or his or her high-ranking designee, shall be established 
to investigate the viability and desirability of merit pay and to address other compensation 
issues such as comparability, skills and responsibility, shortage and hard to staff areas and 
potential career ladder opportunities. 
UNIFORM ALLOWANCE 
UNIFORM ALLOWANCE 
DAMAGE OR DESTRUCTION OF PROPERTY 
a. Employees shall not be held responsible for loss within a school or other Board facility of 
Board property when such loss is not the fault of the employee. This does not exonerate the 
employee from responsibility for Board property in his charge. 
b. The Board will reimburse employees, in an amount not to exceed a total of $100 in any 
school year, for loss or damage or destruction, while on duty in a school or other Board 
facility of personal property of a kind normally worn to or brought in a school or other Board 
Facility, when the employee has not been negligent, to the extent that such loss is not 
covered by insurance. 
The term "personal property" shall not include cash. The terms "loss", "damage" and 
"destruction" shall not cover the effects of normal wear and tear and use. 
HOURS 
A. Workday 
1. The regular workday of school-based nurses and therapists is five hours and fifty-five 
minutes (effective September 2002, six hours and fifteen minutes) per day exclusive of an 
unpaid lunch period of thirty minutes. 
2. Effective September 1, 2000 nurses and therapists who are regularly assigned to work 
beyond their regular workday (as defined in paragraph 1) shall be compensated at the rate of 
1/1522.5 of the individual's annual salary per hour worked beyond their regular workday. For 
hours worked in excess of forty in any week the applicable rate is one and one-half times the 
rate in the preceding sentence. 
3. Effective upon reasonable notice to the employees, some nurses and therapists may be 
assigned to start their regular workday later than others at the school in order to avoid or 
minimize the assignment of overtime. Where different workday schedules are available the 
preferences of employees will be respected when reasonable and feasible. 
4. Emergencies requiring school-based nurses and therapists to work beyond the regular 
workday will be handled at the school level as was the practice prior to September 1998. The 
Board shall advise schools of their options for handling such emergencies. 
5. Nurses and therapists will be available for any emergency involving children which might 
occur during the entire day. All duties that nurses and therapists presently perform during the 
day will continue to be performed. 
6. Non-school based nurses and therapists shall continue to have a workday of seven hours 
exclusive of lunch. 
7. Effective September 2002, Supervisors of Nurses, Supervisors of Physical Therapists and 
Supervisors of Occupational Therapists shall have their lunch periods reduced by twenty (20) 
minutes per day. 
8. As used herein, "school-based" refers to nurses and therapists who work in schools or 
other facilities where children are present. 
B. Work Year 
Nurses and therapists shall have a work year beginning September 1st and ending the 
following August 31. 
C. Holidays 
Nurses and therapists shall have the same holidays as do teachers in their school or facility. 
PROFESSIONAL CONFERENCES 
Professional conferences of employees covered by this Agreement, called at the discretion 
of their supervisor, shall continue to be held during regular working hours. 
A. Annual Leave 
1. Full-time employees shall have annual leave entitlement as follows: 
Annual Leave 
They shall also be entitled to the winter and spring recesses. Beginning with the 1991-1992 
school year and continuing thereafter, the official school year calendar shall be reconfigured 
to provide a one week February mid-winter recess which includes Washington's Birthday, 
without reducing the number of instructional days for students. 
2. In calculating years of continuous service for purposes of annual leave allowance under 
this Article, credit shall be given for all active service in the Board of Education and in City 
agencies. Continuity of service shall not be deemed to be interrupted except by separation 
from service for more than a continuous period of one year and one day. 
3. The annual leave allowance (other than the winter, spring, and mid-winter recesses) of 
full-time employees assigned to programs which end in June shall be scheduled immediately 
following their last workday in June. 
4. Regular part-time employees accrue one hour of annual leave for every eleven hours of 
service with pay. 
B. Sick Leave 
1. A sick leave allowance of one day per month of service shall be credited to employees 
covered by this Agreement, and shall be used only for personal illness of the employee. 
Effective September 2002 nurses and therapists may use two of their sick days in any year 
for the care of ill family members. For purposes of this provision a family member is: spouse; 
natural, foster or step parent; child; brother or sister; father-in-law; mother-in-law; any relative 
residing in the household and domestic partner, provided such domestic partner is registered 
pursuant to the terms set forth in the New York City Administrative Code Section 3-240 et. 
seq. 
2. Sick leave allowance is cumulative up to 200 days. 
3. Proof of illness may be required for absences of more than three consecutive workdays. 
4. Sick leave allowances accumulated in another Board or City position shall be transferred 
to the employee's bank when he or she becomes a Nurse or Therapist. 
5. Full-time employees in the unit shall not suffer loss of sick bank days for absence due to 
illness from the following children's diseases: rubeola (measles), epidemic parotitis (mumps) 
and varicella (chicken pox). It is understood that this paragraph does not apply to rubella 
(German measles). 
6. The Board will approve absences without loss of sick bank days for employees who 
contract Hepatitis B as a result of working with children who have been evaluated as 
presenting a substantial risk of exhibiting acting out behavior. 
7. Regular part-time employees accrue one hour of sick leave for every twenty hours of 
service with pay. 
LEAVE WITHOUT PAY FOR STUDY 
A leave of absence without pay for study not to exceed one year to upgrade the employee's 
professional knowledge and skills shall be granted after a minimum of three years of full-
time, paid service at the Board of Education provided an appropriate replacement is 
available. 
JURY DUTY 
The employee excused for jury duty in accordance with established administrative practices 
shall endorse the check for services rendered as a juror to the Administrator of Business 
Affairs. Otherwise there shall be deducted from his or her salary an amount equal to the sum 
he or she is entitled to receive from the appropriate governmental agency for his or her 
performance of such jury duty. Part-time employees serving on jury duty shall be covered by 
this Article for the days they are regularly scheduled to work. 
SAFETY AND HEALTH 
A. Assistance in Assault Cases 
1. The principal or head of the facility shall report as soon as possible but within 24 hours to 
the Office of Legal Services, to the Chief Executive of School Safety and Planning and to the 
Victim Support Program that an assault upon an employee has been reported to him/her. 
The principal shall investigate and file a complete report as soon as possible to the Office of 
Legal Services and to the Chief Executive of School Safety and Planning. The full report 
shall be signed by the employee to acknowledge that he/she has seen the report and he/she 
may append a statement to such a report. 
2. The Office of Legal Services shall inform the employee immediately of his/her rights under 
the law and shall provide such information in a written document. 
3. The Office of Legal Services shall notify the employee of its readiness to assist the 
employee. This assistance is intended solely to apply to the criminal aspect of any case 
arising from such assault. 
4. Should the Office of Legal Services fail to provide an attorney to appear with the employee 
in Family Court, the Board will reimburse the employee if he/she retains his/her own attorney 
for only one such appearance in an amount up to $40.00. 
5. An assaulted employee who presses charges against his/her assailant shall have his/her 
days of court appearance excused without charge to sick leave or annual leave balances. 
6. The provisions of the 1982-1983 Chancellor's Memorandum entitled, "Assistance to Staff 
in Matters Concerning Assaults" shall apply. 
B. School Safety Plan 
The Board shall make reasonable efforts to provide for the personal security of employees 
working in buildings operated by the Board during the working hours of such employees, and 
such provisions for their personal security shall be included in the School Safety Plan for the 
building. 
The principal is charged with the responsibility of maintaining security, safety and discipline 
in the school. To meet that responsibility he/she shall develop in collaboration with the Union 
chapter committee and the parents association of the school a comprehensive safety plan, 
subject to the approval of the Chief Executive of School Safety and Planning. The safety plan 
will be updated every year using the same collaborative process, and reports of any 
incidents shall be shared with the Chapter Leader. A complaint by an employee or the 
Chapter Leader that there has been a violation of the safety plan may be made to the 
principal as promptly as possible. He/she will attempt to resolve the complaint within 24 
hours, after receiving the complaint. If the employee or chapter is not satisfied, an appeal 
may be made to the Chief Executive of School Safety and Planning who will arrange for a 
mediation session within 48 hours. If the employee/chapter is not satisfied with the results of 
the mediation, an appeal may be made by an expedited arbitration process, to be developed 
by the parties. 
C. Citywide Security and Discipline Committee: 
1. The Union and the Board shall establish a joint committee which shall meet on a regular 
basis to discuss and consider appropriate means of resolving safety and discipline issues. 
Other city agencies will be invited to participate when the Union and Board deem it 
appropriate. 
2. The joint committee or joint designees and any experts the Union and/or Board may 
designate will have access to all schools and other Board workplaces in which staff 
represented by the Union are assigned for the purpose of investigating and assessing 
allegedly unsafe working conditions. If possible, such visits shall be made on reasonable 
notice to the school, and in a manner that minimizes disruption to the school or other 
workplace. 
3. The joint committee, from time to time, may establish sub-committees to deal with special 
safety/discipline issues. It shall establish a sub-committee to deal with the issues of safety 
and discipline in special education schools and programs. 
D. Environmental Health and Safety Joint Committee 
1. The Union and the Board shall establish a joint committee which shall meet on a regular 
basis to discuss and consider appropriate means of resolving health and safety issues. The 
School Construction Authority will be invited to participate on issues raised by school capital 
modernization projects. 
2. The joint committee or joint designees, and any experts the Union and/or the Board may 
designate, will have access to all schools and other Board workplaces in which staff 
represented by the UFT are assigned for the purpose of investigating and assessing 
allegedly hazardous working conditions. Such visits will be made upon reasonable notice to 
the Board's Office of Occupational Safety and Health and in a manner that minimizes 
disruption to the school or other workplace. 
E. Safe Environment 
1. In recognition of the importance of employee safety and health, the Board agrees to 
provide the appropriate recognized standards of workplace sanitation, cleanliness, light, and 
noise control, adequate heating and ventilation. The Board of Education agrees to eliminate 
recognized hazards that are likely to cause serious physical harm. 
2. If the Union believes a situation has arisen that is likely to cause serious physical harm, it 
may bring it to the attention of the Chancellor or designee who shall immediately assess the 
situation, including on-site inspection where appropriate, and take such action as the 
Chancellor deems appropriate. In the event the Union seeks to contest the Chancellor's 
determination, it may exercise its statutory rights under New York State Labor Law Section 
27a (PESH) or other legal authority. 
3. The Board will issue a circular advising staff of their rights under PESH and other 
applicable law and post the notices required by law. 
F. Renovation and Modernization 
The Union and the Board believe that modernization and renovation projects are vital to 
enable children to receive the educational services to which they are entitled. 
However, in order to limit any educational disruption that a modernization project can create, 
and to protect the health and safety of the staff and students that use a school setting 
undergoing modernization, the Board and the Union have agreed to standard procedures 
that help to ensure that health, safety and educational standards are maintained during 
school capital modernization projects. These standard procedures will be applied in school 
capital modernization projects undertaken by the School Construction Authority and will be 
posted and reviewed with all staff in any school undergoing modernization. Where conditions 
require it, the standard procedures may be modified after consultation with the Union. 
SENIORITY 
For all purposes where seniority applies to full-time employees, it shall be defined as length 
of Board of Education service as a full-time nurse for nurses or as a full-time physical 
therapist for physical therapists or as a full-time occupational therapist for occupational 
therapists, except where otherwise mandated by law. "Service" for purposes of this provision 
shall include (1) all time for which salary payment is received; (2) unpaid approved leave or 
layoff not exceeding 3 months in any work year. 
For all purposes where seniority applies to part-time employees, (except for discharge 
review) it shall be defined as length of Board service as a part-time employee, but nothing 
contained in this agreement shall require the Board to continue to employ employees on a 
part-time basis. 
ASSIGNMENTS 
Assignment to a vacancy or opening in his/her title shall be granted to the senior qualified 
applicant in the unit after posting a description of the assignment and qualifications required. 
Such posting shall be in places convenient to the affected employees. The employer may, at 
its discretion, inform employees of the vacancy or opening by giving each of them a written 
copy of the description and qualifications required, instead of posting. This Article is not 
applicable to part-time employees. 
The positions of nurses and therapists assigned during summer months to different children 
than they dealt with during the preceding school year shall be posted and filled in 
accordance with this Article. 
New or vacant head nurse positions will be posted to enable nurses in the bargaining unit to 
apply. 
LAYOFF AND RECALL 
A. Full-Time Employees 
Except as otherwise provided by law, in the event of layoff of employees in the bargaining 
unit because of lack of work, the employee in the affected title with the least seniority shall be 
laid off and he/she shall be placed on a preferred list for recall to his/her former position, 
except that a senior employee who is assigned to a program which ends in June shall waive 
until September his/her right to bump a junior employee whose program continues during 
July and August if, during that work year, such senior employee has been offered an 
opportunity to work in a program which continues during July and August but has not 
accepted such assignment. 
Recall of employees shall be made to available positions in their title on the basis of greatest 
seniority, except as otherwise provided by law. 
Where there is a reduction in positions at a work location, the junior employee in the affected 
title shall be excessed. 
B. Part-Time Employees 
In the event of reduction in part-time positions at a work location, the junior part-time 
employee in the title is excessed from the work location and placed in a vacancy or opening. 
The wishes of the employee will be taken into account in his/her placement. If there is no 
vacancy or opening, the employee shall bump the junior part-time employee in his or her title 
provided he/she has the qualifications to perform the work and is willing to work the hours 
required. The junior employee shall be laid off. 
Recall of part-time employees shall be made to available part-time positions in title based on 
greater seniority provided the part-time employee has the qualifications to perform the work 
and is willing to work the hours required. The Board will maintain part-time recall lists for two 
years. 
C. Job Security 
Pursuant to and consistent with the terms of the Citywide Transitional Financing Agreement 
and the provisions of this Agreement, no employee covered by this Agreement shall be 
displaced or involuntarily separated from service except for cause or reason related to state 
civil service law. 
The parties will engage in a redeployment program, subject to mutually agreeable goals and 
in a mutually agreeable manner. The job security clause, which is effective immediately, shall 
continue through May 31, 2003 unless an extension is mutually agreed to by the parties. The 
job security provision will not apply in the event of a financial emergency in anticipation of the 
invocation of the applicable provisions of the Financial Emergency Act of 1975, Section 
5402.. 
EDUCATION REFORM 
A. School-Based Management/Shared Decision-Making (SBM/SDM) 
The Union and the Board agree that SBM/SDM is a process in which all members of the 
school community collaborate in identifying issues, defining goals, formulating policy and 
implementing programs. The uniqueness of each school community requires that the 
SBM/SDM process and the organizational and instructional issues discussed are determined 
by the staff, parents, administration and students (where appropriate) at individual schools 
through the SBM/SDM team. The Union and the Board agree that in order to achieve 
SBM/SDM at the school level significant restructuring of instruction must occur, and the 
parties agree to work cooperatively in an effort to bring about these changes. 
1. Eligibility and Involvement 
a. All schools are eligible to apply for participation in SBM/SDM. School participation shall be 
voluntary and subject to approval by 75% and effective September 2002, fifty-five (55) 
percent of the voting, non-supervisory school-based staff (e.g. teachers, paraprofessionals, 
support staff and others) and agreement of the principal, the appropriate superintendent and 
parents. Similarly, schools involved in SBM/SDM may choose to opt out of the program at 
any time. The decision to opt out shall be voluntary and subject to approval by at least 75% 
and effective September 2002, fifty-five (55) percent of the voting, non-supervisory school 
based staff. 
b. All votes of non-supervisory school based staff concerning participation in SBM/SDM shall 
be conducted by the UFT chapter. 
c. Schools involved in SBM/SDM shall conduct ongoing self-evaluation and modify the 
program as needed. 
2. SBM/SDM Teams 
a. Based upon a peer selection process, participating schools shall establish an SBM/SDM 
team. For schools that come into the program after September 1993, the composition will be 
determined at the local level. Any schools with a team in place as of September 1993 will 
have an opportunity each October to revisit the composition of its team. 
b. The UFT chapter leader shall be a member of the SBM/SDM team. 
c. Each SBM/SDM team shall determine the range of issues it will address and the decision-
making process it will use. 
3. Staff Development 
The Board shall be responsible for making available appropriate staff development, technical 
assistance and support requested by schools involved in SBM/SDM, as well as schools 
expressing an interest in future involvement in the program. The content and design of 
centrally offered staff development and technical assistance programs shall be developed in 
consultation with the Union. 
4. Waivers 
a. Requests for waivers of existing provisions of this Agreement or Board regulations must 
be approved in accordance with the procedure set forth in Article Eight B (School Based 
Options) of the Teacher Agreement i.e., approval of 75% and effective September 2002, fifty-
five (55) percent of those UFT chapter members voting and agreement of the school 
principal, UFT district representative, appropriate superintendent, the President of the Union 
and the Chancellor. 
b. Waivers or modifications of existing provisions of this Agreement or Board regulations 
applied for by schools participating in SBM/SDM are not limited to those areas set forth in 
Article Eight B ( School Based Options) of the Teacher Agreement. 
c. Existing provisions of this Agreement and Board regulations not specifically modified or 
waived, as provided above, shall continue in full force and effect in all SBM/SDM schools. 
d. In schools that vote to opt out of SBM/SDM, continuation of waivers shall be determined 
jointly by the President of the Union and the Chancellor. 
e. Effective September 2002, all school-based option votes covered by this Agreement, 
including those in Circular 6R, shall require an affirmative vote of fifty-five percent (55%) of 
those voting. 
B. School Allocations 
Before the end of June and by the opening of school in September, to involve faculties and 
foster openness about the use of resources, the principal shall meet with the chapter leader 
and UFT chapter committee to discuss, explain and seek input on the use of the school 
allocations. As soon as they are available, copies of the school allocations will be provided to 
the chapter leader and UFT chapter committee. Any budgetary modifications regarding the 
use of the school allocations shall be discussed with the principal and chapter committee. 
C. Reduction of Paperwork 
Committees composed equally of representatives of the Board and the Union shall be 
established at the central, district and division levels to review and reduce unnecessary 
paperwork required of employees. 
Any proposed additional paperwork shall be reviewed by the appropriate level committee 
and such committee may make recommendations to the Chancellor, community 
superintendent or division head as appropriate. The Board shall not act unreasonably on the 
committees' recommendations. 
D. Referral of Students for Evaluation 
Educators shall exercise proper discretion prior to referring students for evaluations, either 
for the provision of or decertification of special education services. To that end, the Board 
shall maintain a work environment free from reprisals based upon the proper and 
professional execution of responsibilities related to the evaluation and placement of students 
referred for special education services. 
DUE PROCESS AND REVIEW PROCEDURES 
A. Employee Files 
1. No material derogatory to an employee's conduct, service, character or personality shall 
be placed in the employee's file unless the employee has had an opportunity to read the 
material. The employee shall acknowledge that he/she has read such material by affixing 
his/her signature on the actual copy to be filed, with the understanding that such signature 
merely signifies that he/she has read the material to be filed and does not necessarily 
indicate agreement with its content. However, an incident which has not been reduced to 
writing within three months of its occurrence, may not later be added to the file. 
2. The employee shall have the right to answer any material filed and his/her answer shall be 
attached to the file copy. 
3. Upon appropriate request by the employee, he/she shall be permitted to examine his/her 
file. 
4. The employee shall be permitted to reproduce any material in his/her file. 
5. Material will be removed from the file when an employee's claim that it is inaccurate or 
unfair is sustained. 
However, effective September, 2002, material that an employee claims is inaccurate or 
unfair may be rewritten so as to be accurate and/or fair only by agreement of the parties or 
upon the order of the arbitrator mutually agreed upon to hear grievances arising under this 
provision, pursuant to Article 18. 
B. Counseling Memos 
Effective September, 2002, supervisors may issue counseling memos. Counseling memos 
are not disciplinary. Counseling memos provide the opportunity for supervisors, in a non-
disciplinary setting, to point out to employees areas of work that the supervisor believes need 
improvement. 
Counseling memos should include the supervisor’s proposals for how such improvement 
may be achieved. Any employee who receives a counseling memo may request from the 
supervisor either suggestions for how to improve or request the supervisor to model such 
improvement for the employee. 
Counseling memos are a vehicle for supportive improvement. 
1. A counseling memo may only be written to an employee to make him/her aware of a rule, 
regulation, policy, procedure, practice or expectation. A counseling memo cannot include any 
disciplinary action or threat of disciplinary action. 
a. “Counseling Memo” must appear at the top of the memo in bold print and capital letters. 
b. At the conclusion of the memo the following must appear in bold print: “A counseling 
memo is not disciplinary in any manner and cannot be used in any action against an 
employee except to prove notice if the employee denies notice.” If the language required in 
a) and b) is not included in the memo, it must be added. 
c. A counseling memo must be presented to an employee within one (1) month of the latest 
incident recounted in the memo. The memo may only reference similar prior incidents that 
occurred no more than four (4) months from the date of the latest incident. 
2. Counseling memos may not be used in any action or evaluation involving an employee in 
the bargaining unit (“U” rating, per session job, etc.) except to establish that the employee 
who denies knowledge of a rule, regulation, policy, procedure, practice or expectation was 
given prior notice of it, or to impeach factual testimony. 
a. Counseling memos may not be used in the rating of an employee in the bargaining unit. 
b. Counseling memos may not be referred to in, or attached to, any other letter sent to an 
employee for their official school file. 
3. Except as set forth below, counseling memos may not be grieved. Any employee who 
receives a counseling memo shall have the right to answer within one (1) month of receipt of 
the counseling memo and the answer shall be attached to the file copy of the counseling 
memo. 
4. If the content of a memo given to an employee, labeled a “Counseling Memo” is 
objectively not a counseling memo (i.e., it threatens discipline) it may be grieved in the same 
manner and to the same extent as other matters covered by Article 17A. 
5. All counseling memos will be permanently removed from employee’s official school files 
three (3) years after the latest incident referred to in the memo. 
C. Summons 
1. An employee summoned by the principal or program director to a conference which may 
lead to disciplinary action for reasons of misconduct may be accompanied, at his/her option, 
by the chapter chairperson or a designated alternate. 
2. An employee summoned to the office of a community or high school superintendent, 
executive director, or to the Division of Human Resources shall be given two days notice and 
a statement of the reason for the summons, except where an emergency is present or where 
considerations of confidentiality are involved. 
Whenever an employee is summoned for an interview for the record which may lead to 
disciplinary action, he/she shall be accompanied by a representative who is employed by the 
City School System, or by an employee of the Union who is not a lawyer, and he/she shall be 
informed of this right. 
However, where the community or high school superintendent, executive director or the 
Division of Human Resources permits an attorney who is not a member of the City School 
System to represent any participant in the interview, the employee shall be entitled to be 
represented by an attorney. 
An interview which is not held in accordance with these conditions shall not be considered a 
part of the employee's personnel file or record and neither the fact of the interview not any 
statements made at the interview may be used in any subsequent Board proceeding 
involving the employee. It is understood that informal conferences, such as those between a 
community or high school superintendent or executive director and an employee, or the 
Division of Human Resources and an employee, for professional improvement, may be 
conducted off the record and shall not be included in the employee's personnel file or record. 
3. Incidents investigated by the Chancellor or by a governmental investigatory agency must 
be reduced to writing by the appropriate supervisor within 6 months and 12 months 
respectively from the date the incident either occurred or should have been discovered by 
the appropriate school officials. Employees must receive a complete copy of any such writing 
and an opportunity to answer in writing and to have such response attached. The writing may 
not be incorporated into the employees' personnel file or record, unless this procedure is 
followed, and any such writing will be removed when an employee's claim that it is 
inaccurate or unfair is sustained. 
COMPLAINT AND GRIEVANCE PROCEDURES 
It is the policy of the Board to encourage discussion on an informal basis between a 
supervisor and an employee of any employee complaint. Such discussion should be held 
with a view to reaching an understanding which will dispose of the matter in a manner 
satisfactory to the employee, without need for recourse to the formal grievance procedure. 
An employee's complaint should be presented and handled promptly and should be 
disposed of at the lowest level of supervision consistent with the authority of the supervisor. 
In order to accomplish its stated purpose, a grievance conference must be attended by those 
individuals who may be able to promote resolution or, if resolution is not possible in a 
particular case, to provide the necessary information for a fair determination of the grievance. 
At the Chancellor's level, principals and superintendents will be expected to attend or to have 
a suitable representative present at the conference. Failure to attend may result in sustaining 
the grievance on procedural grounds. 
Upon request to the head of the school or facility, a Union staff representative shall be 
permitted to meet with employees in the unit during their non-working time, within the school 
or facility, for the purpose of investigating complaints and grievances, under circumstances 
which will not interfere with the program or activities in the school or facility. When 
necessary, any employee in the unit who is a chapter leader in the school or facility in which 
the aggrieved employee is assigned will be given time off to represent the employee in the 
presentation of his/her grievance. 
INFORMAL COMPLAINT PROCEDURE 
It is desirable that any employee having a complaint should discuss it informally with his 
immediate supervisor or with any other appropriate level of supervision at the school or 
facility. 
The employee should request an opportunity to discuss the matter and the supervisor should 
arrange for the discussion at the earliest possible time. At such informal discussion, the 
employee may be accompanied by a Union representative. The Union representative shall 
be the chapter leader at the school or facility or a Union staff representative. The objective 
should be to dispose of the majority of employee complaints in this manner. 
FORMAL GRIEVANCE PROCEDURE 
If the matter has not been disposed of informally, an employee having a complaint 
concerning any condition of employment within the authority of the Board of Education may, 
within a reasonable period of time following the action complained of, present such complaint 
as a grievance in accordance with the provisions of this grievance procedure. 
Complaints concerning matters which are not within the authority of the Board should be 
presented in accordance with the review procedures of the agency having authority over 
such matters. 
The grievance procedure applies to complaints concerning discharge to the extent provided 
in Article Nineteen. 
If a group of employees has the same complaint, a member of the group may present the 
grievance in the group's behalf under this procedure. 
The Union has the right to initiate or appeal a grievance involving alleged violation of any 
term of this Agreement. Such grievance shall be initiated with such Board official as may be 
appropriate. 
Complaints against supervisors will be considered in an expeditious manner in accordance 
with procedures set forth in Article 23 (Special Complaints) of the Teacher agreement.* 
Following is the procedure for presentation and adjustment of grievances: 
The employee shall initiate the grievance at Step 1 with the head of the school or facility or 
where appropriate with the program director as the Board representative. 
If the grievance is not resolved at the first step, the employee may then appeal the grievance 
to the Community or Assistant Superintendent or to the Executive Director where appropriate 
as the Board representative at Step 2. 
If the grievance is not resolved at Step 2, the Union may appeal from the decision at Step 2 
to the Chancellor within 10 working days after the Step 2 decision is received. When a 
grievance is appealed to the Chancellor at Step 3, the Union may advise the arbitrator of that 
appeal, in order to expedite possible scheduling before the arbitrator in the event that the 
grievance is subsequently appealed to the arbitrator. 
Representation At Steps 1 and 2 the employee may be accompanied by a Union 
representative. At Step 1, the Union representative shall be the chapter leader at the school 
or facility or a staff representative of the Union. At Step 2, the Union representative shall be a 
Union staff representative. At Step 3 the employee shall be accompanied by a Union staff 
representative. 
Conferences and Decisions At each step of this grievance procedure, a conference shall be 
arranged by the Board representative, or his/her designee, with the aggrieved employee and 
his/her Union representative if any. Conferences held under this procedure shall be 
conducted at a time and place which will afford a fair and reasonable opportunity for all 
persons entitled to be present to attend. When such conferences are held during working 
hours, employees who participate shall be excused with pay for that purpose. 
Every attempt should be made to reach a mutually satisfactory resolution of the grievance at 
the conference held under this procedure. If the grievance is not resolved at the conference, 
then a decision must be rendered by the Board representative. The decision at each step 
should be communicated to the aggrieved employee and his/her Union representative within 
the following time limits: 
1. At Step 1, within five working days after the grievance is initiated; 
2. At Step 2, within ten working days after the appeal is received; 
3. At Step 3, within ten working days after the appeal is received. 
If satisfactory resolution is not reached or if a decision is not rendered within the time limit at 
Steps 1, 2 or 3, the grievance may be appealed to the next higher step. 
APPEALS TO ARBITRATION (STEP 4) 
A grievance which has not been resolved by the Chancellor at Step 3 may be appealed by 
the Union to arbitration. A grievance may not be appealed to arbitration unless a decision 
has been rendered by the Chancellor at Step 3, except in cases where the decision on the 
grievance has not been communicated to the aggrieved employee and his/her Union 
representative by the Chancellor within the time limit specified for Step 3 appeals. 
The appeal to arbitration shall be filed within ten working days after receipt of the decision of 
the Chancellor. Where no hearing has been held, or no decision has been issued, within ten 
working days following receipt of the grievance by the Chancellor at Step 3, the appeal to 
arbitration shall be filed within ten working days following the expiration of the ten-day period. 
A panel of seven arbitrators shall be designated by mutual agreement of the parties to serve 
for any case or cases submitted to them in accordance with their ability to promptly hear and 
determine the case or cases submitted. 
Any costs relating to the participation of the arbitrator shall be shared equally by the parties 
to the dispute. 
With respect to grievances which involve the application or interpretation of the provisions of 
this Agreement the arbitrator shall be without power or authority to make any decision: 
1. Contrary to, or inconsistent with, or modifying or varying in any way, the terms of this 
Agreement or of applicable law or rules and regulations having the force and effect of law; 
2. Involving Board discretion under the provisions of this Agreement, under Board by-laws, or 
under applicable law, except that the arbitrator may decide in a particular case whether the 
provision was disregarded or applied in a discriminatory or arbitrary or capricious manner so 
as to constitute an abuse of discretion, namely whether the challenged judgment was based 
upon facts which justifiably could lead to the conclusion as opposed to merely capricious or 
whimsical preferences or the absence of supporting factual reasons. 
3. Limiting or interfering in any way the powers, duties and responsibilities of the Board 
under its by-laws, applicable law, and rules and regulations having the force and effect of 
law. 
With respect to grievances which involve the application or interpretation of the provisions of 
this Agreement the decision of the arbitrator, if made in accordance with his or her 
jurisdiction and authority under this Agreement, will be accepted as final by the parties to the 
dispute and both will abide by it. 
With respect to all other grievances, if the grievance is not resolved at the conference, then a 
report and recommendation of the arbitrator shall be transmitted to the Chancellor. Within ten 
school days after the date that the report and recommendation are received by the 
Chancellor, he/she shall indicate whether he/she will accept the arbitrator's recommendation. 
Unless the Chancellor disapproves the recommendation within ten working days after the 
date it is received by him/her, the recommendation shall be deemed to be his/her decision. 
A recommendation of the arbitrator which has been approved by the Chancellor, or which 
has not been disapproved by the Chancellor within the ten day limit specified above, shall be 
communicated to the aggrieved employee and the Union. If the Chancellor decides to 
disapprove a recommendation of the arbitrator, he/she shall notify the aggrieved employee 
and the Union of his/her decision. 
Grievances arising under Article Seventeen A (Employee Files) shall be subject to arbitration 
as provided herein except that: 
1. Cases shall be submitted to an arbitrator designated by mutual agreement of the parties. 
2. Awards shall be issued within five days after the close of the hearing and without opinions. 
3. The voluntary labor arbitration rules of the AAA shall apply to the proceedings insofar as 
they relate to the hearings. 
4. Periodic consultations shall be held to monitor these procedures. 
Upon request to the head of the school or facility, a Union staff representative shall be 
permitted to meet with employees in the unit during their non-working time, within the school 
or facility, for the purpose of investigating complaints and grievances, under circumstances 
which will not interfere with the program or activities in the school or facility. When 
necessary, any employee in the unit who is a chapter leader in the school or facility in which 
the aggrieved employee is assigned will be given time off to represent the employee in the 
presentation of his/her grievance. 
DISCHARGE REVIEW PROCEDURE 
It is the policy of the Board that the discharge of an employee should be based on good and 
sufficient reason and that such action should be taken by the supervisor having such 
authority only after he/she has given due consideration to the matter. 
If an employee with more than the equivalent of one school term is discharged, he/she shall 
be given a written notice of discharge and a statement of the general reasons at the time of 
such action, except where circumstances warrant an immediate discharge, in which case 
such notice and reasons shall be given within two school days after such discharge. 
Such employee will also, upon request, be afforded an opportunity for a prompt and careful 
review of the discharge in accordance with the provisions of the complaint and grievance 
procedure as set forth in Article Eighteen of this Agreement. 
This Article shall apply to part-time employees regularly scheduled to work 20 hours or more 
per week who have served for one year exclusive of breaks in service of up to three months. 
RULES AND REGULATIONS 
Administrative employees covered by this Agreement shall continue to be covered by the 
applicable provisions of the Board's Rules and Regulations for Administrative Employees 
(Non-Pedagogical), and by applicable Board by-laws and regulations of the Chancellor, 
except to the extent that they are contrary to or inconsistent with any provision of this 
Agreement. 
MATTERS NOT COVERED 
With respect to matters not covered by this Agreement which are proper subjects for 
collective bargaining, the Board agrees that it will make no changes without appropriate prior 
consultation and negotiation with the Union 
EXCLUSIVE CHECK – OFF 
The Board will honor, in accordance with their terms, only such written authorizations as are 
properly executed by employees in the units covered by this Agreement for the deduction of 
their dues in behalf of the Union. 
The Board will honor individual written authorizations for the deduction of Union dues in 
accordance with their terms, including authorizations stating they are irrevocable until the 
following June 30, and automatically renewable for another year unless written notice is 
given to the Board between June 15 and June 30. 
AGENCY FEE DEDUCTION 
The Board shall deduct from the wage or salary of employees in the bargaining units who are 
not members of the UFT the amount equivalent to the dues levied by the UFT and shall 
transmit the sums so deducted to the UFT, in accordance with Section 208(3)(b) of Article 14 
of CSL. The UFT affirms it has adopted such procedure for refund of agency shop deduction 
as required in Section 208(3)(b) of Article 14 of CSL. 
This provision for agency fee deduction shall continue in effect so long as the UFT 
establishes and maintains such procedure. 
The Union shall refund to the employees any agency shop fees wrongfully deducted and 
transmitted to the Union. 
The Union agrees to hold the Board harmless against claims arising out of the deduction and 
transmittal of agency shop fees where there is a final adjudication by a court or arbitrator or 
by PERB that said agency shop fees should not have been deducted and/or transmitted to 
the Union. 
The agency shop fee deductions shall be made following the same procedures as applicable 
for dues check-off, except as otherwise mandated by law or this Article of the Agreement. 
POLITICAL CHECK-OFF 
The Board will arrange for voluntary payroll deduction contributions for federal political 
contests in accordance with Title 2, Section 441b of the U.S. Code. 
CONFORMITY TO LAW - SAVING CLAUSE 
If any provision of this Agreement is or shall at any time be contrary to law, then such 
provision shall not be applicable or performed or enforced, except to the extent permitted by 
law and any substitute action shall be subject to appropriate consultation and negotiation 
with the Union. 
In the event that any provision of this Agreement is or shall at any time be contrary to law, all 
other provisions of this Agreement shall continue in effect. 
NO-STRIKE PLEDGE 
The Union and the Board recognize that strikes and other forms of work stoppages by 
employees are contrary to law and public policy. The Union and the Board subscribe to the 
principle that differences shall be resolved by peaceful and appropriate means without 
interruption of the school program. The Union therefore agrees that there shall be no strikes, 
work stoppages, or other concerted refusal to perform work by the employees covered by 
this Agreement, nor any instigation thereof. 
NOTICE - LEGISLATIVE ACTION 
The following Article is required by the Public Employees’ Fair Employment Act, as amended 
by Section 204a, approved March 10, 1969. 
It is agreed by and between the parties that any provision of this Agreement requiring 
legislative action to permit its implementation by amendment of law or by providing the 
additional funds therefore, shall not become effective until the appropriate legislative body 
has given approval. 
JOINT COMMITTEES 
1. The Board and the Union shall establish a joint labor-management committee 
which shall meet on a regularly scheduled basis to discuss matters of mutual 
concern. Agenda items for such meetings shall be submitted in advance. 
2. The Board and the Union shall establish a committee to review and consider 
issues raised by the Union relating to contracting-out of bargaining unit work. 
CHARTER SCHOOLS 
A. Conversion Charter Schools 
Pursuant to Article 56 of the New York State Education Law (the “Charter Schools Law”) an 
existing public school may be converted to a charter school. As modified below, nurses and 
therapists of a Conversion Charter School shall be subject to this collective bargaining 
agreement, in accordance with the Charter Schools Law, including but not limited to salary, 
medical, pension and welfare benefits and applicable due process procedures. The 
provisions regarding the right of return which follow apply to nurses and therapists in such 
Board schools that are converted to charter schools (“Conversion Charter Schools”). 
1. At the point of conversion of a Board school to a Conversion Charter School, incumbent 
employees who choose not to remain as employees in the school as a charter school will 
have the placement rights contained in this Agreement. 
2. The Board agrees to extend leaves beyond the statutory two year period to the full term of 
their employment in the charter school for Board employees who become Conversion 
Charter School employees. Such employees shall have a right to return to their former 
geographic district or superintendency in accordance with their seniority. For such 
employees, service in a Conversion Charter School and Board service shall be combined for 
all contractual purposes where length of service is a factor. 
3. Conversion Charter School pedagogical employees placed at the Board shall be eligible 
for up to a total of two years credit toward tenure based upon satisfactory service at a 
Conversion Charter School and any applicable prior Board service. 
4. The contractual salary limitations for Conversion Charter School employees placed at the 
Board shall not apply to certified pedagogical employees. 
5. If a Conversion Charter School closes or if the employee is laid off due to economic 
necessity beyond their control, certified pedagogical Conversion Charter School employees 
who were not Board employees when hired by the Conversion Charter School shall have 
placement rights in the Board equal to a certified provisional teacher with no seniority. 
6. If a Conversion Charter School closes or if the employee is laid off due to economic 
necessity beyond their control, uncertified pedagogical Conversion Charter School 
employees shall have no placement rights in the Board, but the Board will use its best efforts 
to place such employees in available vacancies. 
7. Conversion Charter Schools shall be required to maintain the same medical, pension and 
welfare benefits as apply to Board employees covered by this Agreement. 
8. Except as otherwise set forth herein, pursuant to and in accordance with the Charter 
Schools Law, the terms and conditions of this collective bargaining agreement applies to 
nurses and therapists serving in the Converted Charter Schools. However, nothing shall limit 
the Board of Trustees of the converted Charter School from exercising their rights to modify 
the collective bargaining agreement for the purposes of employment in the charter school, in 
accordance with and pursuant to the provisions of Section 2854 3(b) of the Charter School 
Law. 
9. While the Charter Schools Law, as written, provides that the decision to apply for 
conversion of an existing school resides in the parents of the student body, the Board 
believes the participation of the UFT and its members is critical in this process. The 
successful conversion of schools to the Charter model necessitates the involvement of the 
faculty at these schools. Because of this, the Board fully intends to consult with the UFT in 
the conversion process, and will seek a collaborative atmosphere in moving forward. 
Towards that end, in Board schools that are under consideration for conversion to Charter 
School status, if 50% or more of the staff chooses to stay at the Board of Education, the 
Board and the Union shall undertake a joint review of the impact of conferring charter status 
on the school. 
10. Also, for Board schools that convert to charter status, the Memorandum of 
Understanding between the Board and the Charter School shall provide that the grievance 
procedure for UFT employees, unless and until modified in accordance with the Charter 
Schools Law, shall be the contractual grievance procedure modified to provide that Step 1 
shall be at the level of the head of the school, Step 2 shall be to the Board of Directors of the 
school and Step 3 shall be to binding arbitration. 
B. New Charter Schools 
It is agreed that UFT represented employees who leave the Board to serve in a new charter 
school shall have the following rights: 
1. Employees shall be granted a two year leave of absence; 
2. Employes returning from a leave of absence shall be credited for time served at the 
charter school toward their placement on the salary schedule; and 
3. Employees shall have a right to return to their former geographic district or 
superintendency in accordance with their seniority. 
CHAPTER LEADER TIME 
The chapter leader shall be allowed one day per week for investigation of grievances and for 
other appropriate activities relating to the administration of the Agreement and to the duties 
of his/her office. 
DURATION 
This Agreement shall become effective as of September 16, 2000 and shall continue in full 
force and effect through May 31, 2003. 
HEALTH INSURANCE AND WELFARE FUND 
A. Health Insurance 
In accordance with the LOBA determination and award in Case No. IA-1-85, the following 
shall apply: 
1. Effective July 1, 1983 and thereafter, the Employer's cost for each contract for each 
Employee under age 65 and for each retiree under age 65 who selects either HIP/HMO or 
Blue Cross/GHI-CBP (21 day plan) coverage (or a replacement plan) shall be equalized at 
the community rated basic HIP/HMO plan payment rate as approved by the State 
Department of Insurance on a category basis of individual or family, e.g. the Blue Cross/GHI-
CBP payment for family coverage shall be equal to the HIP/HMO payment for family 
coverage. 
2. If a replacement plan is offered to Employees and retirees under age 65 which exceeds 
the cost of the HIP/HMO equalization provided in Section 1, the City shall not bear the 
additional costs. 
3. The Employers shall contribute on a City employee benefits plan program-wide basis the 
additional annual amount of $30 million to provide a health insurance stabilization reserve 
fund which shall be used to continue equalization and protect the integrity of health 
insurance benefits. 
4. The health insurance stabilization reserve fund shall be used: to provide a sufficient 
reserve; to maintain to the extent possible the current level of health insurance benefits 
provided under the Blue Cross/GHI-CBP plan; and, if sufficient funds are available, to fund 
new benefits. 
5. The health insurance stabilization reserve fund shall be credited with the dividends or 
reduced by the losses attributable to the Blue Cross/GHI-CBP plan. 
B. Welfare Fund 
In accordance with both the Health Benefits Agreement, dated January 11, 2001, and the 
side-letter from James F. Hanley to Randi Weingarten, dated February 8, 2001, amending 
the existing United Federation of Teachers Welfare Fund Agreement: 
On January 11, 2001, there shall be a one hundred twenty five dollar ($125) one-time lump 
sum payment to the United Federation of Teachers Welfare Fund on behalf of each full time 
per annum employee and retiree or other applicable equivalent for other than full time per 
annum employee or retiree who is eligible for welfare fund benefits on January 11, 2001. For 
other than full time per annum employees and retirees, payment shall be in accordance with 
the United Federation of Teachers Welfare Fund agreement. The Stabilization fund shall 
fund this payment. 
On January 11, 2001, there shall be a fifty dollar ($50) one-time lump sum payment from the 
trust and agency accounts to the United Federation of Teachers Welfare Fund on behalf of 
each full time per annum employee and retiree or other applicable equivalent for other than 
full time per annum employee or retiree who is eligible for coverage by a welfare fund that 
provides a prescription drug benefit. For other than full time per annum employees and 
retirees, payment shall be in accordance with the United Federation of Teachers Welfare 
Fund agreement. 
On January 11, 2001, for those employees and retirees covered by a Welfare Fund that does 
not provide a prescription drug benefit to them there shall be a one-time fifty dollar ($50.00) 
credit applied to the cost of each individual’s rider. Payment for this credit shall come from 
the trust and agency accounts. Employees and retirees are eligible for this one-time credit 
only if they are covered by an optional prescription drug rider offered by a New York City 
Health Plan on January 1, 2001. For other than full time per annum employees and retirees, 
the credit shall be given in accordance with the United Federation of Teachers Welfare Fund 
agreement. 
On July 1, 2001, there shall be a one hundred ($100) one-time lump sum payment to the 
United Federation of Teachers Welfare Fund on behalf of each full time per annum employee 
and retiree or other applicable equivalent for other than full time per annum employee or 
retiree who is eligible for welfare fund benefits on July 1, 2001. For other than full time per 
annum employees and retirees, payment shall be in accordance with the United Federation 
of Teachers Welfare Fund agreement. The Stabilization Fund shall fund this payment. 
On July 1, 2001, there shall be a seventy five dollar ($75) one-time lump sum payment from 
the trust and agency accounts to the United Federation of Teachers Welfare Fund on behalf 
of each full time per annum employee and retiree or other applicable equivalent for other 
than full time per annum employee or retiree who is eligible for coverage by a welfare fund 
that provides a prescription drug benefit. For other than full time per annum employees and 
retirees, payment shall be in accordance with the United Federation of Teachers Welfare 
Fund agreement. 
On July 1, 2001, for those employees and retirees covered by a welfare fund that does not 
provide a prescription drug benefit, there shall be a one-time seventy - five dollar ($75) credit 
applied to the cost of each individual’s rider. Payment for this credit shall come from the trust 
and agency account. Employees and retirees are eligible for this one-time credit only if they 
are covered by an optional prescription drug rider offered by a New York City Health Plan on 
July 1, 2001. For other than full-time per annum employees and retirees, the credit shall be 
given in accordance with the United Federation of Teachers welfare fund agreement. 
On the last day of the applicable successor unit agreement, there shall be an annual rate 
increase of $200 in the employers’ contribution paid on behalf of each full time per annum 
employee and retiree or other applicable equivalent for other than full time per annum 
employee or retiree who is eligible for welfare fund benefits on that date. For other than full 
time per annum employees and retirees, payment shall be in accordance with the United 
Federation of Teachers welfare fund agreement. 
NEW CONTINUUM DISPUTE RESOLUTION 
MEMORANDUM 
TO: All Superintendents, Executive Directors, Principals, Assistant Principals, UFT District 
Representatives, UFT Chapter Leaders, CSA Chairpersons 
FROM: Francine B. Goldstein, Chief Executive, School Programs and Support Services 
SUBJECT: Special Education Services Dispute Resolution Process 
Special education reform and the adoption of a revised Continuum of Special Education 
Services by the Board of Education will over time have a positive effect upon the number of 
students with disabilities participating in general education settings or less restrictive settings 
when special education services are required. In our efforts to reform the system, however, 
we must be mindful of our legal and regulatory responsibilities to consider each child 
individually and preserve the procedural safeguards provided for in Commissioner’s 
Regulations. 
In order to resolve issues that arise regarding special education services, we have agreed 
with the UFT on a dispute resolution process to resolve issues at the local level, if 
appropriate. The issues that are appropriate for this dispute resolution process are: 
• Failure to provide services in accordance with the student’s IEP; 
• Actions inconsistent with State regulation and Board policy regarding referral of 
students for special education multidisciplinary assessment; 
• Movement of a student(s) to different special education services without the prior 
mandated IEP meetings as required by law; 
• IEP teams being denied access to SBST input, if requested by the IEP team; and, 
• IEP teams members and SBST members being inappropriately influenced to 
recommend specific services, group size and/or location of services for individual 
students.; 
• The placement of an inappropriate number of students with IEPs whose 
management needs are severe and chronic requiring intensive, constant 
supervision, a significant degree of individualized attention, intervention and 
intensive behavior management in a general education class with one teacher. ; 
• Educationally inappropriate distribution of IEP students in general education 
classes with one teacher, on a grade level and subject area. 
• Teachers being denied their request for an expedited review for a student who 
they suspect is educationally inappropriate for their general education class. 
It is important that if issues arise, they be resolved as locally and expeditiously as possible 
and, therefore, it is expected that issues particular to a specific school will be brought to the 
building principal. The principal will schedule a meeting within five school days of being 
presented with the issue in dispute with a view toward resolving the matter at the school 
level. 
At this meeting, the staff member(s) may be accompanied by a UFT member of his/her 
choice. The principal will resolve the matter at the school level within five school days. If, 
however, the matter cannot be resolved at the school level within five school days, the issue 
can be brought to the superintendent utilizing the enclosed form. 
The superintendent or designee will schedule a meeting within five school days with the 
requestor(s), the UFT district representative, the UFT functional chapter chairperson, if 
appropriate, the principal/designee and district staff as selected by the superintendent. The 
issue will be resolved at the meeting or, if necessary, within two school days. If resolution 
does not take place, the Union may request a meeting with the Chief Executive for School 
Programs and Support Services in order to finally address the matter. That meeting will take 
place within five school days of the request and copies of the resolutions will be made 
available to the parties 
Please find enclosed a form which must be utilized for requesting the principal’s or 
superintendent’s intervention. Please make school staff aware of these procedures. Thank 
you. This dispute resolution process will remain in effect until the parties agree to change it. 
Labor management meetings will be convened to resolve implementation issues that may 
arise upon request of either party. 
FBG:jc 
Enclosure 
c: Harold O. Levy; Judith A. Rizzo; Randi Weingarten, UFT; Jill Levy, CSA 
N.B. Questions regarding special education policy and procedures attendant to the 
Continuum of Special Education Services may be addressed by referring to the following 
documents: 
• Special Education Services as Part of a Unified Service Delivery System (The 
Continuum of Services for Students with Disabilities) 
• ‘Getting Started’ (Implementation Guidelines for the Continuum of Services) 
• Creating a Quality IEP 
• Ensuring Appropriate Referrals to the Committee on Special Education 
• A Parent’s Guide to Special Education for Children Ages 5-21 
